Abstract
Introduction
Organisational citizenship behaviour (OCB) describes actions in which employees are willing to go above and beyond their prescribed role requirements. It is an individual behaviour that is discretionary, not directly or explicitly recognized by the formal reward system, and that in the aggregate promotes the effective functioning of the organisation. According to Mearaj (2010) , utilizing current resources is one of the factors for the success in any organisation, and in order to achieve the highest utilization; managers should understand the different types of individual behaviour inside the organisation. Aamodt (2007) adds that employees who are committed and satisfied with the organisation are more likely to attend work, stay with an organisation, arrive at work on time, perform well and engage in behaviours helpful to the organisation. The above statements show the importance of OCB in improving organisational effectiveness and helping the organisation achieve its overall goals.
Research on Organisational Citizenship Behaviours (OCB) has been extensive since its introduction close to 30 years ago (Bateman & Organ, 1983) . The vast majority of OCB research has focused on the effects of OCB on individual and organisational performance. OCBs are positively correlated with both job satisfaction and organisational commitment (Podsakoff, Mackenzie, Paine & Bachrach, 2000) . According to LePine, Erez and Johnson (2002) , organisational commitment has been discovered to be an important predictor or antecedent of OCB. Thus in this research the association between OCB and organisational commitment is investigated.
OCB is considered to be one of the most important types of behaviour. Each organisation is always seeking ways to increase the productivity of their employees and encouraging positive behaviour in the work environment. Effective organisational functioning requires employees not only to perform their prescribed roles, but to also engage in behaviours that go beyond their formal obligations. OCB is also viewed as desirable because such behaviour is thought to increase available resources and decrease the need for more formal and costly mechanisms of control. Based on existing research, it appears that organisations and managers should be interested in encouraging employee citizenship behaviours (Becton, Giles & Schraeder, 2008) .
While the global research on OCB is conducted in other cultures or developing world, the results cannot be applied directly to organisations in the underdeveloped nations on a local basis. Therefore, there in a need for new studies required in order to understand OCB locally and analyze the differences and to formulate a clear idea about the challenges faced when applying OCB practices locally (Kreitner & Kinicki, 2010) . Thus this study focuses on studying organisational commitment, age and gender effects on organisational citizenship behaviour of tertiary institution employees in the University of Fort Hare, Alice main campus.
Researches have shown that low OCB does not only affect voluntary activities, but also the organisational duties of the employees. Employees with low OCB are more likely to refuse to perform their tasks than those with high OCB. Furthermore employees with low OCB tend to leave the organisation, this is in support with the research conducted by Mearaj (2010) states that is has been proven that there is a link between low OCB and lack of organisational commitment.
Organisational citizenship behaviours are discretional workplace behaviours that exceed one's basic job requirements (Organ, 1990) . Developing organisational citizenship leads to employees with high job satisfaction hence improving the overall performance of the organisation. Examples of such behaviour include; act of helpfulness, gesture of goodwill and cooperation among organisational colleagues. There are quite a number of ways that organisations can benefit from OCB. Results conducted previously indicated that commitment is a predictor of organisational citizenship behaviour because it significantly impacts OCB (Liu, 2007) .
According to Cohen and Vigoda (2000) some of the benefits of OCBs include: improved co-worker and managerial productivity; superior efficiency in resource use and allocation; reduced maintenance expenses; and improved organisational attractiveness for high-quality new recruits. For many organisations to survive in this current competitive global environment, they have to implement policies that will encourage and promote OCB.
Problem statement
Most organisations today to survive must achieve high performances in the contxt of a competitive and complex global environment (Schemerhorn, Hunt & Osborn, 2004) . Without OCB many organisations are not able to maintain their competitive advantage. OCB influences job performance and other relevant outcomes such as turnover and absenteeism. Thus the impact of organisational commitment must be identified so as to encourage OCB in the organisation.
OCB is important for effective functioning of an organisation because its ultimate goal is to make all the employees work toward achieving the organisation's goals and objectives rather than accomplishing their duties. As a result this would get the job done effectively and efficiently, without the limitation and delay caused by having the management involved to solve each and every problem. OCB is critical for these organisations in order for the employees to take the initiative to solve and difficulty that faces them with no management intervention or overhead. In order to embrace OCB, these organisations need to know the exact factors that affect OCB. And while the factors that affect OCB are known, it is not clear if this relationship would be valid in tertiary institutions where they have their own unique culture; this is why these organisations need to investigate these factors. Podsakoff et al. (2000) cautioned: 'Cultural context many affect the forms of citizenship behaviour observed in organisations'. Very few studies have been conducted on the impact of organisational commitment and demographic variables on citizenship behaviour especially in tertiary institutions. Because OCB is helpful and involves constructive behaviours, which ultimately beneficial to the employing organisation, it is important to identify the antecedents of OCB within the tertiary institution work context. Therefore, the current study focused on the effects of organisational commitment and some demographic variables (age and gender) on citizenship behaviour at the University of Fort Hare.
Research objectives
• To investigate the impact of organisational commitment on organisational citizenship behaviour.
• To examine if ages of employees have a relationship with the practice of organisational citizenship behaviour.
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• To identify if gender influences the practice of organisational citizenship behaviour.
• To give recommendations to the management on the effects of organisational commitment and demographic variables on employees' organisational citizenship behaviour based on the research findings.
Hypotheses
In pursuit of the above mentioned objectives the following hypotheses have been formulated.
• Organisational commitment positively influences organisational citizenship behaviour.
• Age positively influences organisational citizenship behaviour.
• Females practices organisational citizenship behaviour more than males.
Literature Review

Theoretical framework
Psychological contract theory
Psychological contract represents an individual's perception about the terms and conditions of reciprocal change between him/herslf and another party (Kreitner & Kinicki, 2010) . According to Armstrong (2006) , the theory holds that employees expect to be treated fairly as human beings, to be provided with work that uses their abilities to be awarded equitably according to their contribution, to be able to display competence, to have opportunities for further growth, to know what is expected of them, and to be given feedback of how well they are doing. Therefore there is an exchange of individual employee commitment, motivation and task performance beyond expected outcomes by the organisation. Indeed, according to psychological contract theory, employees who perceive their relation with their employer s primarily instrumental are more likely to restrict their professional obligations to those activities for which they are paid for (Armstrong, 2006) . Bratton and Gold (2007) contend that at the heart of the psychological contract theory is an exchange of individual employee commitment, motivation and task performance beyond expected outcomes by the organisation. Lam (2001) elaborates that these actions which are beyond formally prescribed role and job descriptions, that is, extra role behaviour rather than role behaviour is what is called organisational citizenship behaviour. This is important in organisations because it brings about organisational success through efficient use of resources.
Social exchange theory
The theory proposed that employees exhibit positive or negative behaviour as such a response to the treatment they receive from their employers. That is, people reciprocate the advantages that they receive from their organisation (Bolino, 1999) . In other words, if employees are satisfied, they will reciprocate by engaging in organisational citizenship behaviour.
According to Diefendorf, Brown, Kamin, & Lord (2002) , organisational citizenship behaviour is influenced by how employees feel about the organisation and the importance of their job to them. A strong social exchange relationship between the employer and employee therefore will help maintain positive working relationships and would elicit positive sentiments such as satisfaction, commitment and trust in employees. This in turn will move employees to engage in organisational citizenship behaviour (Greenberg & Scott, 1996) . From the above information, the social exchange theory promotes good relations between the employer and the employee for mutual benefit. Thus, a conducive work environment should be developed and maintained in order to strengthen organisational citizenship behaviour of an organisation.
Although the social exchange theory has many advantages, it has its fair share of criticism. Miller (2005) argues that the theory reduces human to a purely rational process that arises from economic needs. Miller (2005) further contents that the theory favours openness as it was developed in the 1970s when ideas of freedom and openness were preferred, but there may be times when openness was not best option in a relationship.
Significance of the study
This research study is important to any organisation which wants to create competence organisational effectiveness. The results of this study can be used to identify the role of organisational commitment on organisational citizenship behaviour, and how such behaviour can be encouraged in order to improve the overall performance of organisations.
Research Methodology
Research design
A quantitative research approach using a questionnaire was used to solicit data in order to understand the impact of organisational commitment and some demographic factors (age and gender) on organisational citizenship behaviour. A quantitative methodology abstracts data from the participants into statistical representations rather than textual pictures of the phenomenon. Quantitative studies produce results that are generalizable across contexts, although they neglect the reality of situations (schulz, 2003) .
Research participants
The sample consisted of 100 academic and non academic staff from the University of Fort Hare, Alice main campus. Stratified random sampling was used for this research. Stratified random sampling, is a modification of random sampling in which you divide the whole population into two or more strata based on one or more attributes. In this study, the researcher divided the whole population into strata of academic and non-academic staff. To ensure that samples adequately represented the relevant strata, respondents were randomly selected with each stratum.
Measuring instrument
A questionnaire was used to collect data. The questionnaire consisted of three sections. Section A consisted of demographic variables. Section B and C sought information on organisational commitment and organisational citizenship behaviour.
Questionnaire administration and response rate
• The researcher got a letter from the department of Industrial Psychology requesting each head of departments to assist in the distribution of the questionnaire.
• Questionnaire distribution was done in such a way as to cause minimal, if any, disturbance on work performance.
• Discussions were held with heads of departments to stress the anonymity and confidentiality of the information. One hundred (100) questionnaires were personally distributed by the researcher to selected respondents. Out of the hundred (100) questionnaires distributed, sixty eight (68) were returned fully completed, giving a response rate of 68%.
Statistical analysis
Data was analyzed by means of descriptive and inferential statistical analysis. The relationship between the variables was analysed by means of Pearson Product Moment Correlation and the t-test was used to evaluate the means between two groups (males and females). The researcher also used Cronbach's Coefficient Alpha to assess the reliability of the measuring instruments.
Ethical consideration
Permission was sought and granted by the university authority. Confidentiality was maintained at all levels and times. Participants were informed through a letter sent, which communicated essential information about the research. In addition, voluntary informed consent was sought from the participants.
Empirical Findings and Discussion
The research findings were analysed relating them specifically to the research objectives, hypotheses and the research questionnaire. Descriptive statistics were used in this analysis because they are effective ways of depicting relations and trends. Inferential statistics used to test the hypotheses in this study were the Pearson correlation method, chi-square tests and t-tests. The instrument was tested for reliability using Cronbach alpha and the value was 0.852.
Sample description summary
This study was based on a random sample of 100 academic and non-academic staff members, of which a total of 68 employees participated in the study. A total of 29 (43%) employees were females and 39 (57%) were males. Although most of the respondents are males in this study, females were also well represented. On distribution of respondents by age; 11% of the respondents were between 18-24 years, almost half of the respondents 46% were between ages of 25-34 years, 16% were between 35-44 years, 12% were between 45-54 years, and 15% were above 55 years of age. This indicated that employees between ages of 25-34 years dominated. This may be possibly due to many people advancing their careers when they reached such stage.
Hypotheses testing
Hypothesis 1: organisational commitment positively influences organisational citizenship behaviour.
Firstly, the researcher performed a chi-square test (see table 1) on the data collected by cross tabulating two variables, organisational commitment and organisational citizenship behaviour so as to determine if there was indeed an association between the two variables.
H0: There is no association between organisational commitment and organisational citizenship behaviour. H1: There is an association between organisational commitment and organisational citizenship behaviour. From the results in table 1, indicate a Chi-square value of 711.122 a and 624 degrees of freedom with a probability value (p-value) of 0.009. Since the p-value is less than 0.05, it therefore means that we reject the null hypothesis (H0) there is no association between organisational commitment and organisational citizenship behaviour and accept the alternative hypothesis (H1), there is an association between organisational commitment and organisational citizenship behaviour. A correlation analysis was done between two variables, that is, organisational commitment and organisational citizenship behaviour. The Pearson Product Moment Correlation was 0.646. It is very important to note that the probability value (2-tailed) is 0.000 meaning that the correlation is significant since p-value (0.000) is less than 0.05. This indicates that there is a strong positive correlation between organisational commitment and organisational citizenship behaviour. This means that an increase in organisational commitment results in an increase in organisational citizenship behaviour. This study, therefore, confirms results of previous studies conducted by Mearaj (2010) , Aamodt (2007) , LePine et al., (2002) and Liu (2007) , that organisational commitment has a positive relationship with organisational citizenship behaviour. 
Hypothesis 2: Age of employee positively influences organisational citizenship behaviour.
The researcher performed a Chi-square test (see Table 3 ) on data collected by cross tabulating two variables, age and organisational citizenship behaviour to determine the correlation between the two variables.
H0: There is no association between age and organisational citizenship behaviour. H1: There is no association between age and organisational citizenship behaviour. The results indicate that the p-value (0.659) is greater than 0.05, therefore it leads to the acceptance of the null hypothesis that there is no association between age and organisational citizenship behaviour. The results are contrary to many previous that may have indicated that older employees exhibit more organisational citizenship behaviour than younger employees. However, the distribution of respondents by age may also have affected the results of this test. This may be because age groups in this study were not equally represented. A correlation analysis was conducted between age and organisational citizenship behaviour and the correlation was 0.036. The table above indicates a probability value of 0.772 meaning that there is an insignificant positive correlation. The correlation is also not significant since the p-value (0.036) is greater than 0.05. This therefore leads to the acceptance of null hypothesis and rejection of the alternative hypothesis. This means that an increase in age does not results in an increase in organisational citizenship behaviour. The results of this study are contrary to research results by Kuehn and Al-Busaidi (2002); Wagner and Rush (2000) ; and Kanungo and Conger (1993) , that older employees practice more organisational citizenship behaviour than younger employees.
The results of this study are similar to a study conducted by Lun and Xu (2007) found that there is a negative relationship between age and organisational citizenship behaviour. It is therefore, very important for organisations to encourage organisational citizenship behaviour of all employees despite their ages. Organisations should not discriminate according to age when hiring and should instead look for best qualified candidates for the job.
Hypothesis 3: Females practice more organisational citizenship behaviour than males.
According to Dagane (2004) , an independent samples t-test is used when one wants to compare the mean score on some continuous variable for two different groups of subjects. An independent samples t-test will tell you whether there is a statistically significant difference in the mean scores of two groups. A Levene's test was first conducted to check if the variances of males and females were the same. The first section of the independent samples t-test output give the results of the Levene's test for equally of variances in table 5 below. This test whether the variation of scores for the two groups is the same. The outcome of this test determines which of the t-values in the first section of the test that SPSS provides, is the correct one to be used. Since the Sig. value (0.586) is larger than 0.05, the first line in table 1, which refers to equal variances assumed was used. This confirms that the data did not violate the assumption of equal variances.
To assess the difference between males and females, the sig (2-tailed) for equal variances assumed was used in the second section of the t-test (table 6 ). The t-value (0.582) was above 0.05, therefore there was no significant difference between the two groups. Therefore it leads to the rejection of the alternative hypothesis, meaning there was no significant difference between organisational citizenship behaviour of males and females. Thus the findings of this study indicate that gender plays no role in organisational citizenship behaviour.
Organisations must not also discriminate prospective employees according to gender. However, it is important to note that due to past injustices in South Africa were the study was conducted; some jobs may be reserved for women because of the introduction of new labour systems such as Affirmative Action laws. 
Limitations and Future Research
It is important to note some of the limitations of this study. The study mainly focused of Fort Hare University, Alice main campus which raises concerns about limited generalisability. As a result the study remains in reality not representative of all other tertiary institutions. Furthermore, since the study was not a longitudinal investigation, the researcher was not able to assess whether changes in the institution's policies will relate to increased organisational citizenship behaviour among the employees. The study used a quantitative research approach. Future studies should also make use of qualitative research approach at it provides room for probing in cases where clarity maybe needed. The current research investigated organisational citizenship behaviour as an outcome of organisational commitment; previous studies have indicated that job satisfaction is a very important predictor of organisational citizenship behaviour. Future research should also study the impact of job satisfaction and organisational commitment on organisational citizenship in tertiary institution in South Africa which would definitely raise the level of knowledge and understanding of citizenship behaviour.
Recommendations and Managerial Implications
The findings of this research point critically for management to implement policies that will encourage employees to be committed to the organisation. This in turn will increase organisational citizenship behaviour of employees which will lead to a more efficient organisation and help bring new resources into the organisation. Organisational commitment is influenced by psychological contract. In a work environment, the psychological contract represents employee's beliefs about what he/she is entitled to receive in return of what he/she provides to the organisation. Breach of the psychological contract will lead to lower organisational commitment and greater intentions to quit. Commitment to the organisation is enhanced by ensuring that management does not breach the psychological contract and by trying to enhance the level of trust in the organisation.
Management can increase the level of organisational citizenship behaviour by recognizing employees who engage in such behaviour. The recognition can came in form of verbal commendation and rewards such as employee of the month. Management can also try and understand employees' individual organisational citizenship behaviour type and create a conducive environment which will encourage employees to continue exhibiting the organisational citizenship behaviour dimensions.
Conclusion
The study investigated the impact of organisational commitment and demographic factors on organisational citizenship behaviour. The results have indicated that organisational commitment positively influences organisational citizenship behaviour. Therefore management should strive to implement policies that will encourage employees to increase citizenship behaviour so as to increase organisational effectiveness. The results also showed that age and gender play no role in practicing citizenship behaviour by employees in organisations. Organisations should also strive for diversity workforce.
